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Higher education is critical for the social and economic development of any country. In developed 
countries, the performance of higher education institutions is at its peak. However, higher 
education in Pakistan is facing some crucial challenges. These challenges include political, social, 
economic and moral challenges. The Pakistani higher education sector is facing problems with low 
enrolment rates, disparities in gender and regions, lack of teaching material, lack of faculty 
members and poor infrastructure. Furthermore, Pakistani institutions are suffering from a crucial 
lack of resources. To address this issue and to gain a better understanding of what may improve 
the situation in Pakistan this conceptual paper is presented.  
 






Researchers have defined the term organizational performance as the evaluation of the capabilities 
and abilities of the firm in order to achieve the constituents (Friedlander & Pickle, 1968) In order 
to survive in very competitive world, it is very important for organizations to improve their 
performance (Arcot & Shrestha, 2005). universities and other higher education institutions are not 
exempt from performance  measurement (Smart, 2003). In terms of higher education institutes, the 
performance is measured by the program’s success, improving market share, success of programs, 
financial stability and the number of programs which are market driven. Ultimately the success of 
an organization is measured by achievement of the goals that have been set by the organization. 
(Richard, 2003) 
 
Developed economies are adopting the flexible working hour structure in the organizations very 
rapidly under the assumption that performance and ability of the employees (Artazcoz, Benach, 
Borrell, & Cortès, 2005; Bacharach, Bamberger, Biron, & Horowitz-Rozen, 2008). Flexible 
working hours is defined as the agreement between employers and employee of the choice of 
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working hours, its amount and distribution (Costa, Formoso, Kagioglou, Alarcón, & Caldas, 2006). 
Flexible working hours enhances the performance of the organization overall.  (Artazcoz et al., 
2005). (Write this citation in full, it is not listed in the references as well). 
Researchers have found out that if the remuneration of the employees is according to their 
expectation, they will be willing to work hard and improve their performance in order to achieve 
organizational goals and improve overall performance of the organization as well (Chen, Chang, 
& Yeh, 2004; Hu & Schaufeli, 2011). Remuneration is defined as “the bundle of returns offered 
in exchange for a cluster of employee contributions (Bloom & Milkovich, 1998). Total pay of the 
employee and benefits are the broad components of the remuneration. Other benefits of the 
remuneration includes bonuses, share option, shares, fees, and many other benefits (Sari & Tjoe, 
2017). According to the research, there exists positive relationship between the performance of the 
organization and remuneration (Rowland & Hall, 2012). This study is proposing a concept to 
investigate the moderating effect of remuneration on the relationship between flexible working 
hours and organizational performance using tournament theory for remuneration and social 
exchange theory for flexible working hours.  
 
The Tournament theory (Lazear & Rosen, 1981) defines attitude as when there is a large gap in 
compensation at the next level and thus the employee thinks that when he gets promoted so they 
are motivated and determined to work hard to get promoted, resulting in an increase in performance 
(Kubo & Saito, 2008). In accordance with the tournament theory (Lazear & Rosen, 1981; Rosen, 
1986), remuneration structure of executives provides a vital source to increase firm performance. 
Research has proven that pay and performance relationship is based on the tournament theory 
(Eriksson, 1999). 
 
The social exchange theory was established to realize the social behavior of humans in the society 
in economic activities (Homans, 1958). Mutual exchange arises when both the parties are 
providing assistances to each other and though no promises are made but still there are hopes for 
future benefits available to them by collaborating with each other (Kelliher & Anderson, 2010). 
The social exchange theory suggests the extent to which the employer cares about their employees 
i.e. the employer cares about their family life balance and provide them the favorable working 
conditions (Eisenberger, Huntington, Hutchison, & Sowa, 1986). As the result, the employee 
shows positive attitude towards performance of the firm (Blau, 1964). Researches have provided 
the theoretical framework to understand the relationship of work-family benefits and employee 









Higher education  
Higher education is gradually shifting and is a complex socio-ecological system (Gregson et al., 
2001) (Write the citation in full). As stated by the National Governors association, the most 
powerful driving force of the economy in the 21st century is knowledge and the road to prosperity 
is led by human capital in education institutions (Agranoff & McGuire, 2001). But when 
considering the overall scenario of higher education, it is constantly and gradually changing, 
evolving to advanced dimensions and expanding to all world economies (Kazis et al., 2007) (Write 
the citation in full). 
Higher education institutions are the significant part of any nation’s chief supply of the discoveries 
like technology, science and other sub-related fields which are important for country’s 
development. Therefore, by considering the essential role of higher education for a country, the 
academicians are striving for the performance of education institutions (Fifolt, 2014). Investment 
in higher education is the most important agenda for most countries. In return to importance giving 
to higher education, it is obligatory for higher education to enhance the knowledge of common 
society and the growth of a nation (Dent, 2017). However, the low priority given to higher 
education is a critical issue for developing countries like Pakistan (Sohail & Delin, 2013). 
The World Bank states that in the absence of higher education, it will be difficult for the developing 
countries to benefit from the global knowledge-based economic system (Harrison, 2017). By 
keeping in mind, the importance of higher education, it is vital for the institutions to ensure that 
they have skilled, qualified and persistent staff (C. Hart & Shoolbred, 1993). Higher education is 
facing complex challenges all over the global economy including research and learning quality, 
retaining the diverse staff, grouping of staff, governance issues, global competition and curriculum 
issues (Sarker, Tiropanis, & Davis, 2014). 
The higher education in Pakistan is going through severe academic crisis and yet unable to achieve 
the desired level of performance (Yasin, Nawab, Bhatti, & Nazir, 2014). The ratio between the 
total population and total graduates is still unsatisfactory in Pakistan (Zulfqar, Valcke, Devos, 
Tuytens, & Shahzad, 2016). 
 
Organizational Performance (OP)  
One of the most argued concepts among researchers and theorists is organizational performance 
(Igbaekemen, Charles, & Odivwri, 2014). Researchers agree that there is no specific conceptual 
definition of organizational performance (Jenatabadi, 2015). Therefore, researchers and theorists 
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study organizational performance in a variety of dimensional combinations for use as a dependent 
variable within management (Salem, 2003). With the help of this construct, researchers are able to 
evaluate the performance of the firm. Through this evaluation managers can compare the 
performance of the firm with their competitors. Thus, in order to evaluate the criteria of the firm, 
organizational performance is one of the most important criteria. It can help in evaluating the 
environment and actions of the firm (Cameron & Dutton, 2003). Many studies in literature have 
used consistent measures and definitions of organizational performance (Kirby, 2005).  The 
definition and structure of performance is very rarely justified as its very common in the 
management research (March & Sutton, 1997). 
Researchers have defined the term organizational performance as the evaluation of the capabilities 
and abilities of the firm in order to achieve the constituents (Friedlander & Pickle, 1968). The 
aspiration levels used are effectiveness, efficiency and referent of social criteria. Basically 
relevancy, effectiveness and efficiency are the three elements of the organizational performance 
(Katz & Kahn, 1978). There are three other indicators used by the theorist in terms of concept of 
organizational performance including sickness absence, organizational performance growth and 
turnover of the employee (Thompson, 1967). 
It is very important for the organizations to improve their growth and productivity in order to 
survive in this competitive world (Rae, 2007). The purpose of assessing the productivity of the 
organization is to bring improvement in the performance of the education institutes (James 
Ng'ang'a & Nyongesa, 2012). Researchers found that it is very important to measure the 
performance of the institutes in the education sector. It is very important for the organizations to 
know accurately, how to deliver quality education through course work (Ameen, 2007). Education 
institute should improve evaluate its performance on regular basis. It is because the quality of 
education is directly correlated to the quality of managers being produced in the corporate world 
(Smart, 2003). 
Researchers revealed that there are three basic areas of the organizational performance of the firm: 
Financial performance (return on asset and investment, profit), market performance of the product 
(market share, sales) and shareholder return (economic value added). Specialist in the field of legal, 
operations, strategic planners, finance and organizational development are very concern with the 
organizational performance (Morah, 2015). Thus, performance of the organization has different 
meaning for the different institutions. There are a lot of Parameters in the organization in order to 
measure the performance (Hamann, Schiemann, Bellora, & Guenther, 2013). 
Most of the organizations measure the performance in terms of financial data, revenue and net 
income because ultimate goal is to earn profit (Richards, Devinney, Yip, & Johnson, 2008). But 
several education institutions are the nonprofit institutions. The owners of these institutions can 
use any criteria in order to measure the performance for example number of students, number of 
employees, success of the programs, market share, and financial stability among parameters. In 
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the end, the performance of the institute will be measured in terms of the relatives goals already 
set (Richards et al., 2008).  
Regardless of the size of the organization, most of the educational institutional strive for the 
organizational performance (Rutherford, 2014). Educational institutes want to increase their size 
from small too big and big to bigger. In order to accommodate the needs of the education system, 
these institutes have to grow ever year (James Ng'ang'a & Nyongesa, 2012).  
Measures of the firm quantitatively explain services, products and the process in order to produce 
them. The performance effectiveness tells the firm that how well they are doing, are they meeting 
their goals, and are customers satisfied, are processes in statistical control and are there any 
improvements required. (Rutherford, 2014). 
In public sector organizations, organizational performance is recognized as construct of multi 
dimensions. For example, it will be inappropriate to measure the performance of the organization 
only in terms of financial measures. It should include the indicators of the cost, quality, cost 
effectiveness in measuring the performance of the organization (Boyne & Gould-Williams, 2003; 
Pollanen, Abdel-Maksoud, Elbanna, & Mahama, 2017). 
Moreover, most of the theorists have focused on efficiency in order to incorporate the multi 
dimensions of the performance of the public sector. Four other dimensions are identified in order 
to measure the performance: effectiveness, equity, efficiency and responsiveness. In terms of 
strategic orientation there is positive association in these four dimensions (G. A. Boyne, 2002). 
Researchers found out the three dimensions of the strategic planning outcomes: fit with 
environment, strategic direction and organizational performance. The attributes of the 
organizational performance are effectiveness in order to achieve objectives, operational efficiency 
and quality of the service  (Abdel-Maksoud, Elbanna, Mahama, & Pollanen, 2015). 
 
Remuneration 
Executive remuneration is considered the most important attraction source for the economists and 
academicians in the recent era but it is being focused much more in developed countries than the 
developing nations. Therefore, there is a need to dig out more about the relationship of executive 
compensation and performance in academics (Kato & Long, 2006). Executive remuneration is 
basically referred to the sum of fixed salary, short-term and long-term benefits along with other 
related benefits to the seniors of public sector who are mostly involved in decision making (O'Neill 
& Iob, 1999). Whereas, in traditional terms remuneration may be considered as the total income 
of any individual. It comprises of different separate costs which are determined on the basis of 
different terms and conditions (Sari & Tjoe, 2017). 
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Therefore, in formation of a remuneration strategy specific bindles of payments are made which 
are going to make up future of an individual (Organization, 2000). Thus, there are some points 
which must be considered while making a company’s remuneration structure: to compensate low 
base salary, more incentives must be given; non-cash incentives like car, holiday scheme or child 
care scheme etc.; if availability of resources for bonus amount is less then share options might be 
given as motivators; share purchase schemes are encouraging (Kaplan, 2013)  
Furthermore, remuneration components are a mixture of pay, incentives, shares, company stock, 
that are ideally planned to consider tax law, government regulations, the organization and its 
executive desires and then the rewards on the performance (Sari & Tjoe, 2017). In short, the 
components of remuneration are a sum of variable and fixed incentive benefits given to executive 
in return of his efforts for performance (Abdolahi). Fringe benefits along with different saving plan 
schemes are also considered as component of remuneration (Murphy & Hofler, 1984). 
Theoretically, concept of executives remuneration is derived from principal agent theory of 
management performance (Aggarwal & Ghosh, 2015). In order to link the executive remuneration 
to a variable factor like performance, it is good that the interests of stakeholders and executives of 
the company must be aligned (Hart & Holmstrom, 2010;Jensen & Murphy, 1990). Only when the 
interests will be in same dimension, then it will affect the performance as it is evident from the 
research results that there exists a clear positive relationship between executive remuneration and 
the performance of organization (Hall, 2003); (Mehran, 1995). Obviously, remuneration of 
executives must be satisfactory to attract and then retain them and motivate them to show more 
than the average output to performance of organization. Remuneration will increase the 
involvement of employees in the organization total output (Sari & Tjoe, 2017). 
According to researches, when performance in measured on the return on assets basis, then the 
remuneration-performance relationship shows positive results (Rampling, Eddie, & Liu, 2013). 
Besides, it is evident theoretically and empirically that an effective and well-organized system of 
Remuneration creates strong linkage of executive remuneration and pay (Rampling et al., 2013). 
Researchers have indicated that remuneration is a key factor for employees as it is the chief motive 
of every person to earn money (Ray & Ray, 2011). It is essential to develop a strategy that relates 
rewards to the performances of organizations if the top management is motivated to exaggerate 
their performances. The employees must be properly awarded on the achievement of goals so that 
they should get some return on their efforts (Sari & Tjoe, 2017). 
 
Additionally, it is confirmed that remuneration is a foremost factor in attracting and retaining 
quality staff (Adeoye & Fields, 2014) because of the market saturation, it is very tough for the 
organization to treasure the new qualified and trained employees for their work in the absence of 
good remuneration packages (Abdolahi). As the retaining employees are considered as the assets 
for any organization (Raikes & Vernier, 2004). The dissatisfaction of employees from their 
remuneration is leading to the migration of skills in next era and it will be tough for organizations 
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to sustain in the long-run of global competition without employee support (Netswera & 
Rankhumise, 2005) 
According to Herzberg theory, remuneration is one of the motivational factor causing job 
satisfaction. Employee rewards in return of their skills, time and efforts influences their interests 
in the job in higher education institutions. This phenomenon is getting its name day by day and 
thus enhancing the efforts of employees for the institutions of higher education and increasing 
correlation between performance, satisfaction and performance (Nawab & Bhatti, 2011). 
In the light of these previous studies, this research conceptualizes that remuneration has a 
moderating effect on the relationship between flexible working hours and the performance of 
educational institutions. 
 
Flexible Working Hours 
Flexible working hours are defined as “The ability to take time off from work as needed or to alter 
working hours as needed” (Grobler & De Bruyn, 2012). In addition to this scholars also defines 
flexible work hours as a setup where employer/employee or even both can enjoy the flexibility of 
time in context to its distribution and amount (Costa et al., 2006) (Write the citation in full).  
In order to further explain flexible working hours, there are two basic work schedules i.e. variable 
working hours and flexi time. In flexi time, the employees take decision to start work on daily 
basis. The employees can decide their break time, quitting time, lunch time as well as the duration. 
In a variable working hour system the component of core time is removed from the flexi time 
system. Required hours of work are defined and decided solely by the employees (Pierce & 
Newstrom, 1983). 
It is not merely the alternative adopted by the management so that absenteeism can be avoided. 
Basically, it’s an agreement between the employee and the manager which is done in advance. It 
means that in flexibility of working hours, there are elements of flexibility, control and variability. 
They have some degree of discretion also available for the parties involved in it (Costa et al., 2006) 
. 
Researchers have discussed many advantages of having flexible working hours. All of these 
advantages lead to the performance of the organization overall. It is most likely that with the 
practice of flexible working hours, career interruption and absenteeism of the employees will be 
reducing. The employees will feel more relaxed as flexible working hour will bring work family 
balance without damaging the personal and organizational performance (Stipek & McCroskey, 
1989). Few studies also revealed that due to flexible working hours employees will fell satisfaction 
in their job, they will not switch the employer. Thus firm will get benefit from the experience of 
the trained employee which will lead to higher profitability and earnings of the organization and 
reduce the absenteeism as well (Dalton & Mesch, 1990). Researchers also found that in order to 
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solve the negative performance of the employees and increase their productivity, flexibility in 
working hours can play a vital role (Barnett, 1999); (Hill, Hawkins, Ferris, & Weitzman, 2001). 
Similar results were revealed by some other researchers who found out that job satisfaction is 
increased in the employees by the practice of flexible working hours (Ezra & Deckman, 1996). 
Based on the researches on the Social exchange theory, it is detected that employees are often 
ready to compromise and adjust their schedules without their personal interests only to take the 
advantage of flexible working hour opportunity which is given to them in return (Golden, 2001). 
In this study, flexible working hours is used as independent variable under the assumption that it 
will positively impact the performance of the organizations. Hence flexible working hours in this 
study is the key predictor of organizational performance. 
 














In the recent growth of academia, the public sector is growing and prospering but the problem 
facing by all the educational institutions are to increase their performance by making the 
employees satisfied. This can be done by providing them flexible working hour opportunities and 
the remuneration packages that enhance their motivation levels. The structure of working hours 
and remuneration practices should be changed according to the changing academic environment. 
Personalized HRM practices may require various types of contracts, but past research has proven 
that most often the agreements are aimed at the flexibility in work schedules of individuals i.e. 
working hours and financial agreements i.e. remuneration (Bliss & Rosen, 2001). 
 
According to the previous studies, the organizations would assume to find gradual increase in their 
performance in the response to increases the remuneration of employees (Norton, Mochon, & 
Ariely, 2011). When job necessities are modified according to employee’s abilities, individuals 
are able to fulfil the job role much better; for example, flexible work hour practices permit 








researches have shown that flexible working hour practices are indeed inclined to reduce 
absenteeism and thus increase performance in organizations (De Menezes & Kelliher, 2011). 
 
Based on the above figure, remuneration and flexible working hour practices will influence or alter 
the value of link among IV and DV. The IV consists of two practices i.e. Remuneration and 
Flexible working hours. The DV consists of organizational performance in context of the higher 
education of public sector of Pakistan. The primary focus of this study is to find the relationship 





Research based on this conceptual framework can be done to explore the impact of remuneration 
on the relationship between flexible working hours and organizational performance of universities. 
It would be apt given that despite the efforts by the government of Pakistan to uplift the quality of 
education and the performance of employees, the performance of institutions is yet not satisfactory. 
Without the transformation of employees, the quality of education system can never be improved. 
From the findings, the educational sector can make modifications for faculty improvement so as 
to make public sector institutions in Pakistan achieve their fullest potential performance. It will be 
helpful for the universities in Pakistan to meet international challenges to deliver quality education.  
 
It could also be applied in other countries that are in the same stage of economic development to 
enhance their socio-economic development.   
 
The study is deemed significant from the perspective that by authorizing the connections of 
constructs (moderating effect of remuneration, flexible working hours) and organization 
performance in the education sector of Pakistan. This research has a potential in contribution in 
the literature in at least the following aspects. First, this study will provide further empirical 
evidence and will validate the social exchange theory (Blau, 1964) and the tournament theory 
(Rosen, 1986).  
 
Additionally, using a sample of academics working for public sector institutions of higher learning 
as the context of study offers interesting insights on the organization performance. This context 
warrants urgent investigation as public institutions of higher learning are playing important role to 
support Pakistan’s mission to be the important educational hub. There is a lack of research that 
have tested the moderating effect of remuneration on the relationship between flexible working 
hours and the performance of higher education of Pakistan.  
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